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Introduction
This article explores the issue of ethnic diversity in leadership, especially 
in the context of the Seventh-day Adventist Church in Guatemala. Differ-
ent conceptualizations regarding the contributions that ethnic diversity 
in leadership positions can bring into an organization will be analyzed. 
The analysis will be combined with my personal observations made from 
a fieldwork visit to Guatemala during the months of October and No-
vember in 2017. Moreover, it will be argued that based on observations 
made during that fieldwork, the Adventist Church in Guatemala has an 
issue with a lack of diversity among its leadership since its membership in 
some locations is almost entirely composed of people from different Maya 
ethnic backgrounds.
Apart from the contributions made by leadership scholars to the issue 
at hand, I will seek to explore what the biblical text contributes and what 
lessons could be learned from Scripture regarding ethnicity and the peo-
ple of God, especially regarding minorities in leadership positions. More 
specifically, I will consider examples from the Old and New Testaments 
that I believe are crucial in understanding how God is accepting of all, 
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regardless of ethnic backgrounds, and how God uses minorities to fulfill 
his purposes. From the biblical findings, I will seek to argue that it is not 
only imperative to treat people equally and without regard to their ethnic 
backgrounds, but that doing so and by placing them in leadership posi-
tions, the missional reach of the church can be furthered.
Finally, I will consider the missional challenges and implications this 
issue has over the mission work of the church by applying a conceptual 
framework, developed by Janice L. Dreachslin, which aids in the under-
standing of how organizations can improve their equality in leadership 
positions. Along with the aforementioned conceptual framework, I will 
include my own missiological reflections of how the issue that affects the 
church in Guatemala can be possibly ameliorated and ethnic minorities in 
the region provided with the necessary tools that will enable them to oc-
cupy leadership positions in the Guatemalan Adventist Church.
Description of the Issue
During the months of October and November of 2017, I visited differ-
ent regions within the administrative department of El Quiché in Gua-
temala, more specifically the municipality of Chichicastenango, where I 
was able to collect field data on the K’iche’ Maya indigenous people and 
their relationship to the Seventh-day Adventist Church (SDA) of the re-
gion. Within my study, I placed special attention to SDA church mem-
bers who were ethnic K’icke’ Maya people and tried to discover how they 
became Seventh-day Adventists, what processes of identity and belonging 
occur when their ethnic identity meets a foreign, mostly North American, 
religious tradition like the Adventist faith, and the result of this clash be-
tween a predominantly Western religious tradition and a Maya indigenous 
community.
While a more comprehensive study in the form of a doctoral disserta-
tion is currently being developed to explore issues of identity and belong-
ing, I was able to observe an issue that relates to leadership and ethnic 
diversity among leaders which I intend to explore within the scope of the 
present work. While the department of El Quiché, and the municipality of 
Chichicastenango in specific, are among the most ethnically indigenous 
in all Guatemala, I was able to observe that almost all of the SDA church 
leaders and pastors in the region are not indigenous people, but Ladinos (a 
term used to refer to the Spanish-speaking mestizo of Guatemala). Upon 
closer investigation, a local church leader confided that this same pattern 
is true for the rest of the Adventist Church in Guatemala, where only a 
handful of its pastors are from a Mayan ethnicity and none, to my present 
knowledge from the field work data gathered in the fall of 2017, occupies 
a leadership position. 
2
Journal of Adventist Mission Studies, Vol. 17 [2021], No. 1, Art. 3
https://digitalcommons.andrews.edu/jams/vol17/iss1/3
3
2021, vol. 17 no. 1
However, the Adventist Church membership in these regions with 
large numbers of Maya people, like the case of the municipality of Chi-
chicastenango and its Adventist churches, is predominantly Maya. Thus, I 
was driven to ask, Why is there no ethnic diversity among church leaders 
in the region and, moreover, no inclusion of Maya indigenous people in 
the decision-making process of the church leadership, when the church 
membership in these regions are predominantly Maya? Additionally, Why 
are Maya church members not provided with pastors who share their eth-
nicity and, therefore, can be well informed of the perceived needs while 
being inherently connected to their church community? 
The answer to these questions are complex and involve larger social 
issues that have persisted in the history of Guatemala for centuries (like 
the institutionalized ethincization that persists in Guatemala against the 
Maya people) and has most recently been marred by a civil war that end-
ed a little over two decades ago, but left the country deeply divided and 
scarred. More importantly, when minorities are discriminated against by 
limiting their access to leadership positions, it involves a complex process 
where stakeholders and decision makers hold false presuppositions about 
the minority group’s leadership qualities and their ability to successfully 
perform in an important position (Eagly and Chin 2010:217). Additionally, 
while I will continue to fluidly use the concept “Maya ethnicity” when 
referring to the culture and ethnicity of the Maya people group I seek to 
explore in this study (the Maya K’iche’ people group), it is important to 
know that Mayan culture and ethnicity is longevous, complex, and com-
posed of multiple ethnic spectrums––each being unique for every Maya 
people group within Mesoamerica. It is important to keep in mind that 
any consideration regarding the interplay of leadership and ethnicity, 
must be correctly analyzed and applied at a micro-level and in accordance 
with whatever circumstances surround the social group that is being stud-
ied (Holmes, Vine, and Marra 2011:8-9). 
For lack of space, I do not intend to explore all the facets that influ-
ence the lack of diverse leadership in the Guatemalan context and that 
especially affect the Maya people, but will be more focused on exploring 
why diverse leadership is needed, the biblical point of view regarding eth-
nicity and leadership, and a model that is believed to be effective for the 
development of Maya indigenous Adventist leaders in Guatemala. Inter-
views with Maya church members revealed a need for the development 
of a Maya indigenous Adventist leadership that can understand and ad-
dress the needs of the Maya people in ways that a Ladino leadership sim-
ply cannot understand because of their different ethnicity and worldview. 
Furthermore, special focus will be placed on the missiological benefits that 
can be achieved from having a diverse body of leaders in the Guatemalan 
Adventist Church. 
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The Need for Ethnic Diversity among 
the Leadership Body
A study published in 2003 and based on empirical data collected from 
field research, explored the impact of diversity on church membership 
within religious organizations. It concluded, “The creation of strong cross-
racial and ethnic social networks in a religious organization clearly influ-
ences group ability to sustain diversity as members rely less on outside 
social networks and become more dependent on, comfortable with, and 
committed to in-group relationships” (Jenkins 2003:394). While the scope 
of this study is related to multicultural congregations in the United States 
of America that operate in a high-boundary1 framework and explore race 
and ethnic relations between church members within these groups, I be-
lieve the principles drawn from the field data are applicable to any context 
where ethnic diversity abounds, especially the context of the SDA Church 
in Guatemala. As the study concluded, I too, believe that cross-ethnic net-
works in religious communities promote diversity. 
However, I believe this principle is more consequential when adding 
the dimension of leadership within a religious organization. The promo-
tion of diversity within a leadership body speaks of the denomination’s 
commitment to diversity and the biblical principle of the equality of all 
people, regardless of ethnic ties, because of our sharing of one Savior, 
Christ (Gal 3:26-29). This becomes relevant to the Guatemalan context 
since the continuation of a Ladino dominated leadership body, especially 
in contexts where church membership is predominantly Maya, speaks of 
denominational disregard to diversity and the biblical principle of equal-
ity in Christ. 
Also, provided the historical oppression of the indigenous popula-
tions in the Americas that started with the violent conquest perpetuated 
by European invaders and continued by neocolonial powers in the region, 
having a majority Ladino leadership over a predominantly Maya church 
population perpetuates the image of the “superior white man.” Because 
Adventists have incessantly risen to defend biblical faithfulness, the pro-
motion, knowingly or otherwise, of institutional structures that hinder the 
ability of minority groups to occupy leadership positions becomes our 
worst self-contradiction (Eagly and Chin 2010:217). Thus, the Adventist 
Church in Guatemala is in dire need of a model that helps promote the 
placement of minority populations in leadership positions. 
Creating these spaces for diversity in leadership is not only our social 
and Christian responsibility, but institutionally favorable and missiologi-
cally imperative (Alire 2001:95). Speaking of the urgent need for leaving 
behind notions that promote inequality Sanou adds:
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The church will not become a model of unity and a sign of hope for 
the world if tribalism and racism within its structures are not bravely 
addressed and discarded as a sin. What is distinctively Christian lies 
not so much in doctrinal and theological purity, although this is im-
portant; what is distinctively Christian is evidenced in one’s personal 
experience with Jesus Christ, his transforming love, and the ability to 
share that love with others, even with one’s enemies. (2015:102) 
Because of how consequential providing paths for diversity in leader-
ship is, I will seek to demonstrate its benefits below. 
Cultural Competence
Regarding the cultural heterogeneity brought forth by a diverse lead-
ership body, Eagly and Chin comment that “leaders and followers from 
diverse identity groups generally face some degree of pressure to behave 
like leaders from the majority group. On the other hand, leaders from di-
verse groups no doubt continue to express their own cultures to some 
extent” (2010:219). Thus, while in some instances the historical disparities 
faced by minority groups can lead them to accommodate into the domi-
nating culture, it is evident that their culture of origin continues to be pres-
ent and thus, supplementing existing leadership structures and institu-
tions with their uniqueness. 
It is this uniqueness of thought and practice, brought forth by diversity, 
that can provide balance to institutions and the way these are managed. 
“People, regardless of their personal diversity, can best build on and use 
that competence in organizations that nurture it” (Dreachslin and Hobby 
2008:11). Therefore, while the cultural competence brought forth by a di-
verse body is beneficial for any organization, if there is no structure with-
in the organization for the support of said competence, the benefits that 
come from having a diverse body of individuals is lost. While individuals 
who belong to ethnic minorities are able to continue enriching any institu-
tion they belong to with their presence and active involvement, I believe 
that it is by placing these individuals in decision-making positions that 
the institution can better benefit from the cultural competence especially 
brought forth by the diversity of values ethnic minorities can contribute 
(Bordas 2013:100). 
Promotion of Equality
When analyzing the benefits of having individuals who belong to ra-
cial and ethnic minorities occupy leadership positions in public libraries 
in the United States of America, Camila A. Alire provided an answer to 
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the question of why having minorities in leadership positions matters. 
“They can serve as role models, leaders, and spokespersons and provide 
the necessary linkages to minority communities (however the community 
is defined), as the minority population grows and as the demographics 
of this country shift” (2001:95). In other words, as the population of the 
United States of America shifts and becomes more racially and ethnically 
diverse, it is imperative for people in leadership positions to involve these 
minority groups because of their power to promote and sustain equality. 
Alire adds, “These leaders can create an environment where no one is dis-
advantaged (or preferred) because of race, ethnicity, creed, gender, sexual 
orientation, et cetera” (97). 
Moreover, a study concerning the promotion of equality in leadership 
positions within global scientific societies discovered that boards who are 
younger and more diverse, are much more likely to have women––and 
by extension minorities––as presidents or chairs of these societies (Potvin, 
Burdfield–Steel, Potvin, and Heap 2018:14). Therefore, if spaces are 
created for ethnic minorities to occupy leadership positions, these will in 
turn create a chain reaction effect that will beget more minorities moving 
into leadership; thus, promoting equality. From the results of their study, 
Potvin et al. (2018) generated a chart that assists organizations that wish 
to generate spaces for equality in doing so (see figure 1 in the appendix). 
While this checklist was specifically developed for gender equality within 
global scientific societies, I believe its principles can be consequential for 
the creation of spaces that promote ethnic diversity in leadership positions 
in the Guatemalan Adventist Church as well. 
Effective Management of Perceived Needs
 
Another example of how minorities within leadership positions can 
contribute to the workplace is by providing awareness of integrity and 
justice; more specifically, relating to the inclusion and fair treatment of mi-
nority groups (Eagly and Chin 2010:219). When dealing with policy and 
how these are effectively implemented within the healthcare spectrum, a 
study found that diverse leaders perform better within these healthcare 
systems. The ability to perceive and fight against disparities in caregiv-
ing facilities can be better identified by leaders that come from minority 
populations because their lived experiences as members of minority com-
munities inform their decision-making process. “Diversity leaders aim for 
concordance between policy and procedure and strive to implement both 
policies and procedures that conform to best practices” (Dreachslin and 
Hobby 2008:9). 
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While interviewing Maya church members and asking about how not 
having Maya church leaders influenced their relationship to the Adventist 
Church, one was emphatic of the need of pastors who can understand the 
struggles the Maya people go through and their specific needs. As part of 
making his point, the individual narrated a case where an international 
development agency had implemented a project to provide help to the 
Maya people by supplying them with large cisterns for storing water. For 
leaders at the agency, the interviewee narrated, the Mayas in that munici-
pality had a tremendous need of storing water for what they perceived to 
be a dry season. In reality, however, Maya farmers used these cisterns to 
store corn instead of water. For the interviewee, the lack of knowledge of 
the perceived needs of the Maya people led the agency to provide some-
thing that was not needed; this would have been avoided if the Mayas 
were consulted or, better yet, if a Maya person was given the opportunity 
of leading the development project. 
In the context of the Guatemalan Adventist Church, it is impossible for 
Ladino church leaders and pastors to know, firsthand, the struggles of the 
Maya people. While an idea can be formed by consulting local Maya peo-
ple, observing the perceived needs of Maya church members, and by be-
ing immersed in Maya communities, this cannot replace the impact Maya 
church pastors would have by having similar worldviews and lived expe-
riences as their church members. This was confirmed by a Ladino church 
pastor, who has under his care over 10 small groups and churches––all of 
which have a majority Maya church membership––and who was not able 
to connect with his members at the worldview level. 
While conversing, the pastor admitted that as a Ladino from an ad-
ministrative department in the south of Guatemala, his background and 
understanding was very different from his Maya church members. When 
the pastor was assigned to a Maya district of churches by the local church 
administrative body, he mentioned that the culture clash almost caused 
him to ask his administrative leader to be switched into a different dis-
trict of churches. Issues as simple as speaking a different language and 
as complex as having a mostly transcendental worldview––true for the 
Maya people because of their existing traditional religion––did not allow 
the pastor to connect with his church members. The pastor acknowledged 
that after being in the region for over four years and taking time for the 
study of the local Mayan language and culture, he still feels out of place 
among the Maya people; not because of lack of hospitality from the Maya 
people, but because of their different lived realities. 
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Biblical Perspective
While it has been made evident that promoting ethnic diversity among 
leadership bodies and creating spaces for ethnic minorities to access these 
positions within organizations––including the Adventist Church––is ben-
eficial, it is yet to be biblically supported that ethnic diversity in leadership 
should be a Christian concern. While there is little evidence of a concern 
for ethnic diversity similar to that which we have seen in postmodernity, 
the Bible does mention several influential leaders who can be categorized 
as ethnically diverse because of their non-Hebrew/Jewish roots. Still, it is 
my belief that the mention of these characters and their influential posi-
tions among the Hebrews of the Old Testament and the Jewish nation of 
the New Testament can be interpreted as supporting evidence for a theol-
ogy of ethnically diverse leadership. 
Ethnically Diverse Leadership in the Old Testament
Several stories in the Old Testament illustrate how consequential non-
Hebrew leaders have been for the wellbeing of Israel and how these, 
knowingly or otherwise, have been used by Jehovah as his instruments. 
Some of these include the Egyptian Pharaoh, whom God guided into plac-
ing Joseph as head of his whole kingdom (Gen 41:41-46), and Ebed-Melek, 
who intervened in favor of Jeremiah the prophet (Jer 38:7-13). Ethnic di-
versity in itself is an important topic for Old Testament theology and one 
that is constantly present. Thus, in the next section special attention will 
be given to show how ethnic diversity was important among the people 
of the Old Testament and how two members of minority groups occupied 
significant positions of leadership. 
Ethnic Diversity in the Old Testament
The Old Testament speaks about the ethnic composition of the people of 
God that came out of Egypt and includes, apart from the Israelites, “many 
other people” (Exod 12:37-38). Regarding these, Milton Acosta comments, 
“The Hebrew word used here is defined as ‘mixed people or race’. So from 
the very beginning of Israel’s history as a nation, salvation was possible 
not just for Israel, but for all sorts of people” (2009:314). Hence, the Old 
Testament clearly establishes that those who were deemed as “Israel,” the 
chosen people of Jehovah, were not only composed of ethnic Israelites, but 
also of others whom we can assume were ethnically diverse yet fully con-
sidered as part of Israel because they chose to keep the communal faith.
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A second example could be drawn from the similar situations that 
were registered as lived by the characters Ruth and Naaman. In the case 
of Ruth, we can observe a woman who was not an ethnic Israelite, but a 
Moabite (Ruth 1:3-4). Nonetheless, Ruth was considered as part of Israel 
not only because of her marriage to an Israelite, but also because of her de-
cision to accept the faith of Israel (Ruth 1:16-17). John Markovic points out 
that changing previously acquired cultural values, norms, and assump-
tions about life and its fundamental questions takes much time (2015:420); 
still, Ruth made this decision when she chose to accept the God of her 
mother-in-law and became a part of the nation of Israel while keeping her 
Moabite ethnicity. Therefore, in the example of Ruth we can observe an in-
stance where an individual who is clearly not an ethnic Israelite, becomes 
part of Israel through her acceptance of the God of the Israelites. 
Likewise, Naaman––even as a military leader of a foreign nation with 
animosity towards Israel––underwent a similar process of accepting the 
God of Israel (2 Kgs 5). Jesus later expanded on the story and clarified that 
Naaman was granted passage into Israel (Luke 4:16-28). However, while 
Jesus counted Naaman as part of those who were righteous and gained 
salvation because of their acceptance of the God of Israel, Naaman can be 
seen as not only retaining his ethnicity, but even aspects of his previous 
faith (2 Kgs 5:18). 
These stories therefore, confirm that within the Old Testament being 
considered as part of Israel was not always linked with the ethnicity of in-
dividuals, but by their faith. Hence, Ruth was able to be an ethnic Moabite 
who worshiped the God of Israel and lived among the Israelite nation. 
Similarly, Naaman was able to keep his Syrian ethnicity and accept the 
faith of Israel while not physically belonging to the nation of Israel; still, 
his faith granted him passage into the more significant “spiritual Israel”––
those who are considered to be saved from sin by the sacrifice of Christ. 
Therefore, in spiritual Israel there is no space for discrimination of people 
on the basis of their ethnicity; on the contrary, when a person––regardless 
of their ethnicity––chooses to accept God, that individual is fully consid-
ered part of God’s people.
Caleb as an Ethnically Diverse Leader
The book of Numbers, more specifically in Numbers 32:12, identifies 
Caleb as a faithful follower of the Lord. It is in this same instance where it is 
revealed to the readers that Caleb is not an ethnic Hebrew, but a Kenizzite 
through his father’s lineage. Though there is no consensus among scholars 
regarding the origins of the Kenizzites and by extension, of Caleb (Lemche 
1998:126-127; Szpek 2002:245), his Kenizzite heritage through his father 
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would make him part of an ethnic minority within Israel and, moreover, a 
descendant of a land whose people Jehovah would submit to Abraham’s 
descendants (Warning 2001:234; see Gen 15:19-21). His belonging to a 
minority, however, is by no means a diminishing factor to his influential 
position among the Israelites. On the contrary, Caleb is a leading figure 
among those who Moses trusted to such extent that he sent them to do 
reconnaissance of the Canaanite territory (Numbers 13). 
Uriah the Hittite as an Ethnically Diverse Leader
Uriah the Hittite has passed into Judeo-Christian history, most notably, 
for his marriage to Bathsheba and his eventual demise through the plot-
ting of King David (2 Sam 11). However, his importance and position of 
leadership among David’s ranks––albeit his ethnicity and belonging to a 
minority––is often ignored. Uriah is mentioned as part of those who were 
loyal to David and counted among his mighty men (2 Sam 23:39; 1 Chron 
11:41). Therefore, like Caleb before him, belonging to a minority among 
Israel was not an obstacle for Uriah to become a powerful warrior and an 
influential figure among the Israelites.
Ethnically Diverse Leadership in the New Testament
The New Testament contains numerous instances where ethnic diver-
sity can be seen among the people of God. Regarding this, Acosta notes, 
“What we see in the OT should not come as a surprise in the NT since this 
is the time the promise given to Abraham to bless all nations comes true in 
a more general fashion” (2009:320). It is natural, then, for the New Testa-
ment to show continuity to the behavior and approaches to ethnic diver-
sity that were evident in the Old Testament. The next section explores how 
important diversity is for New Testament theology and briefly present the 
example of one follower of Christ who had a respectable position within 
the Early Church regardless of his ethnicity. 
Ethnic Diversity in the New Testament
Theologically, our togetherness as a community of believers in the sal-
vation provided by faith in Christ, is best expressed by our sharing of 
one spiritual parent: God the Father. Christ, shares with every believer his 
own sonship, his identity, and thus, we become children of God (Mwaura 
2009:20). Moreover, Paul is clear when he emphasizes that all of us who 
claim to “live by the Spirit” must undoubtedly be “walking in the Spir-
it” (Eph 4:22-32). For Mwaura, this living and walking implies that the 
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identifying mark of those who live and walk in the Spirit is rooted and 
grounded in love (Eph 3:17; 1 Cor 13). 
Thus, “The core identity of all Christians is the mutual love among 
them which in the light of the ministry of reconciliation entrusted to them 
by God (2 Cor 5:18-20) flows out to all God’s children and the entire cre-
ation” (Mwaura 2009:21). Consequently, those who claim to “live” and 
“walk” in the Spirit of God and have as their foundational characteristic 
the togetherness that is brought forth by our love for God and others, can-
not seek to create, sustain, or promote ethnicizised structures within the 
Christian community and church governance. This state of togetherness 
is best represented and experienced by the apostles in the Council of Je-
rusalem where the Early Church established clear foundations for what a 
Christian community should look like: an ethnically diverse community 
united not by uniformity, but by love and obedience to Christ. 
Regarding this biblical instance, P. N. Mwaura states, “The council le-
gitimized the existence and identity of the Christian community as a cul-
tural and international mix of Jews and Gentiles. Despite various moral 
challenges and cultural diversity (Acts 5), the early Christian community 
attempted to live as brothers and sisters” (2009:21). Therefore, we, as a 
people who are a living continuation of the Early Church established by 
Christ and through the work of his apostles, must continue to share one 
common identity in Christ, rejecting uniformity, and being one through 
our faith in him and enriched by our diversity. 
Another important example can be observed in a subsequent example, 
that of the caring for the “helenistic widows” illustrated in Acts 6:1-6. In 
this specific instance it is interesting to note that the author has what can 
be interpreted as a twofold intention: (1) to demonstrate the importance of 
showing interest and making an effort to address the lived issues of those 
who are typically perceive as “different,” which in this specific case the 
author points towards the lived experience of the widows from a helenis-
tic background; and (2) to provide an early example of contextualization, 
where an issue that could potentially involve many cultural nuances was 
turned over to a group of believers who were able to understand these 
nuances and provide biblically-centered contextual answers, observed 
through the appointment of Greek-speaking men to care for the issue. This 
instance demonstrated the Early Church’s response to the need for leaders 
knowing the language and culture of a group of people who lived outside 
the margins of the majority in society 
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Luke
Seventh-day Adventist academia in general agrees that the author of 
the Gospel according to Luke and the Acts of the Apostles is the hellenic 
Luke (Nichol 1956:6:1051), doctor of Paul (Phlm 1:24; Col 4:14; 2 Tim 4:11). 
Apart from Luke being the author, his ethnicity has come into question as 
well (Strelan 2016:102-110). Still, Adventist academia generally agrees as 
well, that Luke’s ethnic background was, in fact, hellenistic and not Jew-
ish (Nichol 1956:6:1051). Consequently, it is evident that while his ethnic 
origins were that of a minority among the Jews who dominated the Early 
Church, his place of leadership cannot be negated to the point where two 
books of his authorship––one being none other than his version of the 
events that covered the life of Christ––have been included within the bib-
lical canon. 
Missiological Implications
Dreachslin, Dansky, de Souza, Gatto, and Weech–Maldonado devel-
oped a conceptual framework that aided in understanding the impact of 
strategies and tactics that promote diverse leadership within healthcare 
organizations. While their framework was developed within the context of 
management of healthcare facilities, I believe its principles can be applied 
to the context of the church in Guatemala and its lack of a diverse leader-
ship body. Their conceptual framework consists of five elements that will 
guide an institution to progressively create spaces for diversity: discovery, 
assessment, exploration, transformation, and revitalization (2002:113).
Since it has been proven that creating spaces for ethnically diverse 
leaders is structurally beneficial for organizations as well as biblically 
supported, this final section will be allocated to the analysis of how 
Dreachslin et al.’s 2002 conceptual framework can be applied to the context 
of the Adventist Church in Guatemala. Additionally, special attention 
will be given to the possible missiological implications the framework 
might have for the Adventist work in the region. It is my belief that if 
this framework is applied to the Guatemalan Adventist context, perhaps 
the effectiveness of the missionary work in the region can be positively 
influenced and more Maya people will get to know Jesus as a Savior that 
is personally interested in them, as a distinct people group, as much as he 
is interested in their eternal salvation. 
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Dreachslin’s Conceptual Framework and Mission Work
Discovery 
 
In the stage of discovery Dreachslin et al. recommend that organiza-
tions begin a process of becoming aware that racial and ethnic diversity 
is a significant issue (2002:113). Therefore, the Adventist Church in Guate-
mala must initiate a process where it helps its leaders, within the organi-
zation of the church structure and in local Adventist communities, realize 
that diversity matters. Church leaders and members need to become edu-
cated on the different issues of diversity that exist within the Guatemalan 
context. Moreover, it should be studied in the light of missiology and how 
important diversity is for the effectiveness of missionary work.
Assessment 
When dealing with assessment, organizations should engage in sys-
tematically evaluating how the organizational climate and culture is re-
lated to racial and ethnic diversity in general (Dreachslin et al. 2002:113). 
This would mean that the Adventist Church in Guatemala needs, not only 
to become aware of the issue, but also analyze how this issue affects its 
organization. After analyzing the context, the Adventist Church needs 
to explore how these contextual issues of diversity have permeated into 
the Adventist Church and affected its polity. More importantly, attention 
should be placed on knowing how negating spaces for ethnic diversity 
among the church leaders has negatively affected the missionary work of 
the Adventist Church among Maya populations. 
Exploration
 
After careful examination of the prevailing issues and how these have 
affected the work of the organization, Dreachslin et al. recommend an ex-
ploration. This phase guides organizations into constantly seeking train-
ing initiatives that can improve its ability to effectively manage its diver-
sity (2002:113). Hence, after understanding the issue of diversity in the 
context of Guatemala and discovering the plethora of opportunities that 
have been missed by not having an ethnically diverse leadership body, 
this is the phase where the Guatemalan Adventist Church can actively 
begin a process of change. Here, specialists in the area of diversity must 
be invited to coach local church leaders, especially Ladinos, on how their 
possible biases affect the church structure and work. However, the focus 
should be placed on how to improve the current status so that more ethnic 
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Mayas can become empowered and given access to leadership positions.
Transformation
 
For Dreachslin et al., this stage is where fundamental changes in organi-
zational practices, which will lead to a spirit of validating ethnic diversity, 
should occur (2002:113). Therefore, the training that has been received in 
the phase of exploration, should lead to changes in polity that can provide 
access for minority participation. In the context of the Adventist Church 
in Guatemala, this would preferably include: (1) providing access to edu-
cation for Maya Adventist church members so that a considerable force 
of Maya Adventist church pastors can exist; (2) providing the necessary 
space so that Maya Adventist pastors can occupy positions of leadership 
in local missions and conferences and regional (union) branches of church 
administration, and (3) the creation of a special department within church 
administration, as is done in several Adventist unions around the world,2 
that can support ministries among the Maya people groups of Guatemala. 
Revitalization
 
The final stage, known as revitalization, is where the cycle becomes 
complete through the continuation and expansion of these diversity 
initiatives, the rewarding of change agents, and the inclusion of minor-
ity groups in the organizational leadership workforce (Dreachslin et al. 
2002:113). Within this stage, other than addressing in a deeper manner the 
different possibilities of polity change that can occur in the stage of Trans-
formation, the Adventist Church in Guatemala could improve its ethnic 
diversity by committing itself to making its territory a permanently di-
verse one where people of all Mayan ethnicities can feel not only welcome, 
but that they belong. The continuation of a commitment to diversity will 
demonstrate that the Adventist Church in Guatemala belongs to the Maya 
people as much as it belongs to the Ladino. 
In a more recent work, Dreachslin and Hobby comment that when 
seeking to fight ethnic inequalities within organizations, it is imperative 
not only to have culturally competent leaders, but also those who are 
able to create an organizational context in which being culturally profi-
cient is enabled, cultivated, and reinforced (2008:8). Thus, I believe that 
knowing how important ethnic diversity is in leadership is not enough. 
Organizations, especially the Adventist Church in Guatemala, must move 
into acting upon the knowledge and creating spaces where minorities are 
empowered into occupying leadership positions within the church. Only 
then, when these stages are continually revised and applied, will the work 
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among the Maya people begin to have true success because it will cease 
to be a foreign-led religious organization and become a truly Guatemalan 
Adventist religious community.
Conclusion
This article sought to explore the issue of ethnic diversity in leadership, 
especially in the context of the Seventh-day Adventist Church in Guatema-
la. The analysis has been initially guided by different conceptualizations 
which explain the possible contributions ethnic diversity in leadership can 
bring into an organization. Additionally, these have been combined with 
personal observations made from a fieldwork visit to Guatemala during 
the months of October and November 2017. Furthermore, it has been ar-
gued that, based on the observations made during that fieldwork, the Ad-
ventist Church in Guatemala has an issue of lack of diversity among its 
leaders despite its membership being almost entirely composed of people 
from different Maya ethnic backgrounds in some regions of Guatemala.
Apart from the contributions made by leadership scholars towards un-
derstanding the issue at hand, I explored what the biblical text has con-
tributed, and some lessons that can be learned from Scriptures regarding 
ethnicity and the people of God, especially minorities in leadership po-
sitions. More specifically, I have considered examples from the Old and 
New Testaments that I believe are crucial in understanding how God is 
accepting of all, regardless of ethnic backgrounds, and uses these minori-
ties to fulfill his purposes. From these biblical findings, I argued that it is 
not only imperative to treat people equally and without regard to their 
ethnic backgrounds, but that doing so and by placing them in leadership 
positions, the missional reach of the church can be furthered. 
Finally, I considered the missional challenges and implications this is-
sue has had over the mission work of the church by applying a conceptual 
framework, developed by Janice L. Dreachslin et al., that I believe aids 
in the understanding of how organizations can improve their equality in 
leadership positions. Along with the aforementioned conceptual frame-
work, I have sought to include my own missiological reflections on how 
the issue that affects the church in Guatemala can be possibly ameliorated 
and ethnic minorities in the region provided with the necessary tools that 
will enable them to occupy leadership positions in the Guatemalan Ad-
ventist Church.
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Endnotes
1 This conceptualization refers to structurally and theologically rigorous 
organizations that have a strong framework that differentiates between those 
who are within the group and non-members. For additional information, see: 
Paul G. Hiebert, “Conversion, Culture, and Cognitive Categories,” Gospel in 
Context 1 (October 1978):24-29 and Bruce L. Bauer, “Bounded and Centered Sets: 
Possible Applications for Adventist Mission,” Journal of Adventist Mission Stud-
ies 3, no. 1 (2007): 59-78.  
2 In different organizational levels of the North American Division of Sev-
enth-day Adventists, a department called Native Ministries exists which seeks to 
support ministries that specially pertain to Native Americans and First Nations. 
For more information, see: https://www.nadadventist.org/departments/native-
ministries. 
Appendix
Figure I. Checklist for Gender Equality in Leadership Positions 
Data taken from Potvin et al.“Diversity Begets Diversity: A Global Perspective on 
Gender Equality in Scientific Society Leadership, 2018, 14.
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